This study explores the internal mechanism between organizational morality perception and employee challenged organizational citizenship behavior and the internal mechanism based on the perspective of Chinese context and the integration of cognitive emotions. The results of multi-source tracking questionnaires show that: 1) Organizational moral awareness has a significant positive effect on employees' challenging organizational citizenship behavior; 2) Internal person identity and emotional commitment are perceived in organizational ethics and employees, respectively. The relationship between challenged organizational citizenship behaviors plays an intermediary role; 3) The recognition of insider identity and emotional commitment also play an intermediary role in the relationship between organizational moral awareness and employee challenge-based organizational citizenship behavior.
Introduction
With the advent of economic globalization, mobile Internet, and big data era, enterprises in today's era can only win more respect by honoring ethics and shouldering more social responsibilities. Therefore, how to improve organization's competitiveness and achieve sustainable development by practicing organizational virtuousness has become an important issue for organization leaders and managers. As an important concept of combining positive psychology with business ethic, organizational ethics generally refers to the manifestation of indi-H. T. Wang vidual (collective) behavior, organizational climate, organizational structure, active organizational policies, and procedures in organizations [1] [2] . At present, due to the unique role of organizational ethics in the promotion of organization and individual performance, more and more attention has been paid to the academic and practical communities. From another perspective, the changes in the corporate competitive environment have led to a greater proportion of role-based behaviors in the work of employees, and how to promote employee challenge-oriented organizational citizenship under brand-new working conditions (challenge-oriented organizational citizenship behavior, COCB) has also become the focus of the organization's human resource management. Challenging organizational citizenship behavior mainly refers to the creative idea expression and transformational effort that employees spontaneously generate to improve the operational efficiency of the organization [3] . In essence, it is clearly a category of positive behavior, which is closely related to the positivity of the internal and external organization of the individual [4] . Therefore, organizational ethics is likely to be an important antecedent variable for employees to challenge organizational citizenship behavior. Further literature studies indicate that although some studies have examined the relationship between organizational ethics and related outcomes, few studies have focused on the relationship between organizational ethics and challenging organizational citizenship behavior.
Therefore, the primary purpose of this study is to explore the impact of organizational ethics on employee challenged organizational citizenship behavior in the context of China. In addition, it is also necessary to explore the internal mechanisms that influence organizational morality to influence employee-challenging organizational citizenship behavior. According to the cognitive-affective system theory (CAPS) perspective, individual behavior is influenced by the context and the cognitive-emotional interactions induced thereby. Therefore, this research selects the typical cognitive variables in the study of organizational behavior-perceived insider status and emotional state variables-affective commitment and assumes that the insider identity is cognitive and emotionally committed. The process of sexual influence on employees' challenging organizational citizenship plays an intermediary role. According to the view of Stamper and Masterson (2003) [5] , the cognition of insider identity is whether the individual has perceived the status of the group membership within a specific organization. Previous studies have shown that cognition of insider identity is an important antecedent of individual performance [6] ; Emotional Commitment reflects the individual's psychological acceptance and acceptance of organizational development direction and values [7] . Under normal circumstances, high emotional commitment and employee initiative to maintain organizational honor and willing to take corresponding actions for the development of the organization are closely related and ultimately affect the individual's behavioral performance [8] [9] . Therefore, whether the recognition of insider identity and emotional commitment play an intermediary role in the relation-
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ship between organizational ethics and challenged organizational citizenship is the second issue that this study needs to explore.
Based on the above analysis, this study will use the cognitive and emotional integration perspectives based on the Chinese context to explore the impact of organizational ethics on employee-challenged organizational citizenship behaviors, and the role that internal identity recognition and emotional commitment play in it. Theoretically, to make up for the deficiencies of previous studies, it is beneficial in practice to improve the organization's virtuous management level and further promote the role of employees outside the role. [11] and performance [12] , but also can effectively predict the positive behavior of employees [13] , so this study hypothesizes that organizational ethics may be an important pre-cause variable for employee challenged organizational citizenship behavior. Literature studies have shown that in organizations with a high degree of organizational ethics, individuals have a strong sense of identity with the organization's behavior and values, and are more willing to invest in actions to improve and promote organizational development [13] .
Theory and Assumptions
Proactively put forward suggestions for improvement; in addition, further literature studies show that when employees sense higher levels of organizational ethics, they are more likely to form high-quality psychological contract relationships with the organization, in order to contribute to the organization and promote organizational change and development [14] , thus willing to take on tasks that go beyond role responsibilities as well as challenging tasks. Based on the above analysis, this study proposes the following assumptions:
H1: Organizational morality perception significantly positively influences challenging organizational citizenship behavior.
The Mediating Role of Insider Identity Cognition
Combining Masterson and Stamper's (2003) [5] definition of insider identity, when employees classify themselves as "insiders", they will actively demonstrate extra-role behaviors that benefit the organization to improve their identity status [15] . As an out-of-play behavior, challenge-based organizational citizenship behaviors include transformative suggestions and innovative behaviors [16] . Studies at home and abroad have shown that internal person identities cognize the behaviors of advocating [17] , innovation behavior [18] and organizational citi-
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zenship behavior [15] all have significant role in promoting. From this, it is predicted that the recognition of insider identity is one of the influencing factors that lead to the emergence of challenging organizational citizenship behavior.
The recognition of insider identity focuses on employees' social identity with the organization, and employees can realize the emotional and value implications of being a member of the organization [19] . Organizational virtue describes the noble moral qualities of the organization as a whole [2] and is considered to be the driving force behind the organization's prosperity and vitality [20] . The high quality of a virtuous organization is more likely to be recognized by employees [21] , and the members of the organization are more tolerant, and employees can interact and interact frequently with the organization (or leaders) and other members. To obtain information or feedback, this not only gives employees and members of the organization a sense of intimacy and belonging, but also enables employees to more clearly understand the boundaries of the "insiders" and "outsiders" of the organization, and thus strengthens the employees' internal personalities. The perception of identity [6] . It can be inferred from this that the perception of organizational virtues helps to increase the awareness of employees' internal identities. In conjunction with the above analysis of the identity of insiders, this study proposes the following assumptions:
H2: The recognition of insider identity plays an intermediary role in the relationship between the organization's perception of morality and the behavior of challenging organizational citizenship.
The Mediating Role of Emotional Commitment
Emotional commitment reflects the "degree of employee attachment, input, and emotional attachment to the organization" [22] . Previous studies have shown that emotional commitment can effectively predict the employee's willingness to leave [23] , job performance [24] , and extra-behavioral behavior [25] , in which emotional commitment is positive to employee organizational citizenship behavior. The predictive effect has been verified many times [26] [27] . Specifically, employees with high emotional commitments will not only be satisfied with completing their own jobs, but will also make additional efforts to help and build the organization, so that such employees often show more challenging organizational citizenship behavior.
Although many scholars have explored the mechanism for the generation of emotional commitments, there are not many studies on the relationship between organizational ethics and organizational ethics. This study is based on social exchange theory, which assumes that the exchange relationship between employees and the organization abides by the principle of reciprocity [28] [29] . High morality organizations often make "deviations" conducive to their stakeholders and society [12] , including caring for and helping their internal employees. Based on the principle of reciprocity, its employees are likely to repay the organization's gratitude by increasing their own recognition and commitment to the organiza- In addition, when employees perceive their identities as internal members of the organization, they will inspire their responsibility as an insider [6] and emotional commitment to the organization [19] [30], which in turn promotes employees' challenging organizational behavioral citizenship behavior. Based on this, the study further proposes the following assumptions:
H3b: Cognition of insider identity and emotional commitment play an intermediary role in the relationship between organizational virtuous perception and challenging organizational citizenship behavior. In summary, the theoretical model of this study is shown in Figure 1 .
Research Methods

Data Samples and Research Procedures
This study used two-phase tracking questionnaires to collect data. First, the managers were randomly selected from the alumni of a college business school in South China and the students in the MBA classes to conduct surveys. At the same time, managers also need to randomly provide the researcher with a list of subordinates and a mailbox so that researchers can contact them. In order to better avoid common method variation, researchers used two time nodes for data collection: The variables for the first survey included organizational moral awareness, internal human identity, and emotional commitment, filled in by employees; the second survey was conducted at Three months after the end of the first survey, the manager evaluates the status of the challenging organizational citizenship behavior of his subordinates. The survey involved a total of 86 managers and 323 employees. In the end, 259 questionnaires were completely matched, and the ratio of leadership to employee questionnaires was 1:3.29. [32] . The scale has a Cronbach's alpha value of 0.908.
Insider Identity Recognition
The Internal Person Awareness Scale uses a single-dimension six-item scale developed by Stamper and Masterson (2002) [33] . The scale has a Cronbach's alpha value of 0.804.
Emotional Commitment
The Emotion Commitment Scale uses the six-item unidimensional scale developed by Meyer and Allen (1993) [34] . The scale has a Cronbach's alpha value of 0.886.
Challenge Organizational Citizenship
The Challenge Organizational Citizenship Behavior Scale uses the single-dimension five-item scale developed by MacKenzie, Podsakoff, and Podsakoff (2011) [35] . The scale has a Cronbach's alpha value of 0.741.
The above scales are all scored using the Likert five-point scale. The higher the score, the higher the level. The statistical analysis software used in this study was Mplus7.4 and SPSS 23.0.
Data Analysis Results
Discriminant Validity and Homology Error Test
The Harmon test showed that the first factor before rotation did not explain most of the variation (28.094%). At the same time, the multicollinearity test found that the variance expansion coefficient (VIF) of this study variable was less than 2 and the tolerance between variables was greater than 0.9, further confirmatory factor analysis competition model comparison results show that compared with other models, the fit of the benchmark model (four-factor model) is significantly better than other models (see Table 1 ), indicating the connotation of the variables in this study Independent and clear, good discriminant validity. The above analysis results show that the homologous method error (CMV) of this study has been well controlled.
Hypothesis Testing
The mean, standard deviation, and correlation coefficients for each variable in this study are shown in Table 2 . Table 2 can be obtained, the main variables are related, and the validity of the variables is required to conduct the next study. At the same time, both the standard deviation and the average are also in line with the requirements for further research. The researchers used a multiple regression analysis method to test the proposed hypothesis. The specific results are shown in Table 3 . 1) Main effect test: As can be seen from M3 in Table 3 , the organization's perception of morality has a significant positive effect on the behavior of challenge-oriented organization citizens (β = 0.272, p < 0.001), and H1 is supported;
2) The mediating effect test: From M6, when the organizational moral perception and emotional commitment are added, the direct effect of organizational moral perception on the challenge organizational citizenship behavior becomes insignificant (M6: β = 0.135, p > 0.05), from which emotional commitment can be fully mediated between the organization's perception of morality and challenged organizational citizenship behavior, H3a is supported; when joined with the organization's perception of morality and internal person identity, despite organizational moral perception The direct effect on the challenge organizational citizenship behavior is still significant (M7: β = 0.221, p < 0.001), but the regression coefficient has declined, indicating that the internal person identity is perceived in organizational morality and in challenging organizational citizenship behavior. While playing part of the mediating role, H2 received support; H. T. Wang after joining the organization's perception of morality, cognition of insider identity, and emotional commitment, the direct effect of organizational moral perception on challenge-based organizational citizenship behavior was not significant (M8: β = 0.134, p > 0.05), thus illustrating the perception and commitment of insider identity in organizational ethics and the relationship between war organization citizenship behavior plays an intermediary role, H3b supported.
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The researchers used the Bootstrap method and used the SPSS plug-in process developed by Preacher and Hayes (2008) [36] to further examine mediate effect significance and mediation path effect. It can be seen from Table 4 that path three, the organizational intuitionistic perception, through the emotional commitment, has a significant indirect effect on the challenge organizational citizenship behavior and does not include zero in the 99% confidence interval (CI = [0.1141, 0.4121]). H3a is once again validated; path two, the organization's perception of morality through in-house person identities, has a significant indirect effect on challenging organizational citizenship behaviors and does not include zero at the 99% confidence interval (CI = [0.0011, 0.1481]). H2 was further supported; at the same time, the indirect effect of Path IV, the recognition of inner person identity and emotional commitment in organizational moral perception and challenging organizational citizenship behavior was significant and was in the 99% confidence interval (CI = [0.0001, 0.1151]) does not contain zero, H3b gets further support.
Discussion and Conclusion
Theoretical Significance
First, this study selected less-recognized organizational moral perception as an antecedent variable that influences the behavior of challenge-based organizational citizens and found that organizational moral perception has a significant predictive effect on employees' challenging organizational citizenship behavior. This conclusion helps the academia and practice community have a deeper understanding of the relationship between organizational ethical personality characteristics and employee organizational behavior, and have enriched the research on the relationship between organizational moral perception and dependent variables; secondly, this study is based on Chinese context and will recognize and affect The combination of perspectives constitutes a cognitive-emotional dual-path integration model for the formation of challenging organizational citizenship behaviors. It was found that the individual's positive perceptions and emotions can positively affect the employee's challenging and application is an important extension of previous studies on the organizational perception of morality and challenging organizational citizenship behavior, and is helpful to further improve and deepen the theoretical study of related concepts.
Practical Significance
First of all, the study found that organizational morality perception is an important antecedent variable of employee challenge organizational citizenship behavior. Therefore, enterprises can improve organizational competitive advantage by selecting appropriate moral agents and establishing and perfecting institutionalized models that support moral behavior. Second, companies can increase employee self-perception in the organization through authorization and sharing of important information and resources; again, establish an organizational culture that is both fair and motivating, emphasizing the recognition of human resource management practices, and employees. Development and fair decision-making procedures and incentives are to enhance employees' identity and emotional attachment to the organization. Finally, establish a clear and optimistic vision for the organization and create a positive, open, and harmonious organizational atmosphere to increase employees' sense of pride, trust, and mission in the organization and inspire more challenging organizational citizenship behavior.
Research Limitations and Future Research Directions
There are some limitations in this paper: 1) Although we have used the two-stage multi-source tracking pairing method to collect data and tested for homogeneity variance, it is still not a longitudinal study in the strict sense, so future research needs to be adopted. More rigorous longitudinal research design and scenario experiments are used to further improve the accuracy of the conclusions; 2) The data in this study is mainly derived from the employees of enterprises in South China, so the external validity of the conclusions obtained will be affected in certain ways. Research can further expand the scope of sampling or survey specific industries to improve the external validity of the research findings; 3) This study explores the relationship between organizational moral perception and challenging organizational citizenship behavior based on the perspective of cognitive and emotional integration. Relationships, future research can try to explore the relationship between the two perspectives from different perspectives and further clarify the essence of organizational moral perceptions on employees' challenging organizational citizenship behavior.
Conclusion
This study examines and empirically examines emotional commitments and in- 
